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Abstract 
The purpose of this study was to investigate the relationship between organizational culture, and job burnout among 
the professors and employees in the University of Tabriz. 209 participants were chosen through the stratified 
random sampling that completed the Hofstede Organizational Culture Questionnaire and Maslach Burnout 
Inventory. The results indicated that the kind of Organizational Culture in University of Tabriz was rational culture. 
The results of T-Test showed that there was a significant difference between the job burnout of professors and 
employees similar to men and women. The findings also illustrated that there was a significant relationship between 
organizational culture, and job burnout among employees.                                                                              
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1. Introduction 
  Organizations as a main base of current communities have an important role in achieving the expectations of 
societies. Hence, in order to increase productivity and efficiency of organizations, paying attention to employees’ 
needs and increasing their satisfaction are very important.  
  Organizational culture is considered as an important and fundamental component in an organization. Indeed, it 
is a social reality that formed by the unique interactions of organization members (Smircich, 1983). Although 
organizational culture is a set of universal and shared beliefs and values that affects on members’ thoughts and 
behaviours, but it must be noted that there are some differences between the fundamental values and beliefs of high-
level management and norms of downward member of organization. The culture of high-level management reflects 
managers’ beliefs, ideal desires while the culture of lower lines employees reveals the realities of work. If there are 
the same beliefs and values between top level managements of organization and lower line employees of 
organization, then it can be believed that there is a powerful organizational culture in the organization. 
Quinn and Gareth (quoted by Hofstede, 1991) divided organizational culture into four categories of rational 
culture, ideological culture, consensual culture and hierarchical culture:  
Rational culture focuses on internal integration activities and competition with other organizations, the core 
values of this kind of culture are efficiency and effectiveness.  Ideological culture unlike the rational culture focuses 
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on decentralization of power and increasing of external competitiveness. Also, widespread leadership goals lead to 
higher commitment of employees to the organization. Consensual culture focuses on decentralization of power, 
diversity of activities, also, paying attention to system maintain. Therefore, members’ relationship is so friendly and 
is based on cooperation and this lead to high morale and confidential relationship in the group. Hierarchical culture 
is based on internal attention and system maintenance. The peculiarity of this culture is centralization of power and 
integration of activities (Hofstede, 1991). 
The results and findings of this study indicate that most of organizations that have consensual culture have higher 
productivity (Harrington,  Bean,  Pintello, & Mathews, 2001). 
In addition, research findings show that job burnout leads to reducing the efficiency of human resource. Panis and 
Aronoson (quoted by Maslach, Schaufeli, & Leiter, 2001) declared that in one hand job burnout is caused by 
emotional and physical fatigue syndrome. In the other hand, burnout is the result of increasing negative trends of job 
and decreasing interest to colleagues. Several factors are effective in creating job burnout that includes 
environmental factors, individual factors and organizational factors. Organizational factors that can lead to job 
burnout are management style, inflexible rules of job, lack of job security and few opportunities for promotion 
(World Health Organization, 1998). Researchers also indicate role ambiguity, role conflict and role cumulative as 
three main internal factors of burnout (Byrne, 1994). Also, it is shown that there is a negative relationship between 
entrepreneurship organizational culture and consensual organizational culture with job burnout. In addition, 
organizational culture can impact positively on performance indicators such as organizational efficiency, sense of 
commitment, confidence and ethical behaviour of employees (Dension, 1984; Posner, Kouses, & Schmidt, 1985; 
Prichard, & Kanrasick, 1973). 
Benjamin and Wales research (2000) also shows that people who are working in human jobs are more exposed to 
job burnout (quoted by Ahghar 2006). In addition, Scoufeli, & Baker’s research results (2004) also indicate that 
bureaucratic organizational culture caused negative reactions, dissatisfaction, and psychological pressures that in the 
long time lead to job burnout. 
Considering that the issue of higher education is one of the important bases in developing of each country, and 
this is possible by material and intellectual investment on higher education, obviously studying the type of 
organizational culture in universities has a special place in higher education domain. The aim of this study is to 
investigate the relationship between organizational culture and job burnout of professors and employees in the 
University of Tabriz. For this purpose, the following questions were addressed in the current research: 
1. What is the dominant type of organizational culture at the University of Tabriz? Also, whether job burnout 
is different among four different cultures? 
2. Is there any significant difference between professors’ and employees’ job burnout? 
3. Is there any significant difference between  male employees’ and  female  employees’ job burnout? 
1. Method 
The method of this study is descriptive correlation. 
1.1. Participants 
The population of this study was all of the professors and employees of the University of Tabriz. The sampling 
method was stratified random. For selecting professors of university, all studying fields were classified into four 
groups of Humanities science, Basic science, Engineering and Agriculture and then the statistical sampling of the 
study was estimated. For calculating the number of samples, the Cochran formula was used. Total sample of the 
study consisted 209 people that included 103 professors and 106 employees of the University of Tabriz. 
1.2. Instruments 
1.2.1. Hofstede Organizational Culture Questionnaire (HOCQ) 
 
This questionnaire has been set by Hofstede(1991) based on Quinn & Gareth organizational culture model. 
Questionnaire included 23 multi-choice questions by which it is possible to determine the type of organizational 
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culture and to define the factors of leadership style, evaluation criteria of employees, and follow and accept style, 
decision style, power source, reference of authority, performance criteria, the aim of the organization and motivation 
(totally 9 factors). According to Quinn and Garth it is possible to place the culture of each organization in a specific 
cultural group according to these variables. All these questions were measured using five-point Likert scales. The 
validity of this questionnaire was 0.86. For measuring reliability of questionnaire, we used Cronbach's Alpha whose 
value was 0.85 (Jouyani, 2007). 
1.2.2. Maslach Job Burnout Inventory (MBI) 
This scale was applied for first, the time in 1981 by Maslach, & Jackson. This 22-statement scale is used to 
measure frequency and intensity of job burnout of people working in human services (Maslach, Schaufeli, & Leiter., 
2001). This questionnaire has good psychometric properties. The validity of this questionnaire was 0.76. For 
measuring reliability of questionnaire, we used Cronbach's Alpha whose value was 0.76 (Najafy, Soulati Dehkordi, 
& Forouzbakhsh., 2000). 
2. Finding 
For studying question 1: first, we studied the descriptive indicators. The results showed that 172 cases of 
sampling (78.5%) chose rational culture as the organizational culture of the University of Tabriz. Also, 22 cases of 
sampling (10.5%) chose Ideological culture as the organizational culture of the University of Tabriz.15 cases of 
sampling (6.8%) chose consensual culture as the organizational culture of the University of Tabriz. In 95% 
confidence interval and there is a significant difference. In other words, job burnout is different in groups that have 
different organizational culture. 
The results of question 2 are shown in table 1 that are analyzed by ANOVA for organizational culture and job 
burnout: 
 
Table 1.  Descriptive indicators and T test for evaluating job burnout of faculty members and employees and gender 
 
Job Burnout Number Mean
Std. 
Deviation
Std. 
Mean 
Error
Std. 
Deviation 
Difference
Mean 
Difference
df T Sig
Faculty 
Members
103 22.23 15.46 1.52 2.80 -19.35 207 -6.89 0.000
Employees 106 41.58 24.06 2.33     
Men 143 22.97 16.71 1.39 2.52 -5.64 207 -2.23 0.02
Women 66 28.62 17.52 2.15     
] 
(T=-6.89 and p <0 / 05), this means there is a significant difference between faculty members and employees’ job 
burnout. Also, employees’ job burnout is higher. 
To analysis question 3, T Test was used. The analysis results are shown in Tables 1: 
 (T=-2.23 and p<0.05) There is a significant difference between Men and Women’s job burnout.
For testing research hypothesis, there is a significant relationship between organizational culture and job burnout, 
Pearson correlation coefficient was used. The results are showed in Table 2. 
 
Table 2. Results of Pearson correlation coefficient between the type of organizational culture and job burnout 

Pearson correlation coefficient
Job Burnout of all 
Samples
Job Burnout of 
employees
Kind of Organizational Culture -0.102 **-0.294
**p<0.001,*p<0.05 
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The results contained in Table 2 show that correlation between two variables of organizational culture and job 
burnout is -0.102 among all subjects (r=-0.102) and this coefficient is not significant in 95% confidence interval 
(p>0.05). The correlations of organizational culture and job burnout among employees is -0.294 and this coefficient 
is meaningful in 99% confidence interval (p<0.01). Accordingly, it can be concluded that there is a negative and 
inverse significant relationship between organizational culture and job burnout. 
3. Discussion 
The purpose of this study was to investigate the relationship between organizational culture and job burnout. The 
results showed that the dominant organizational culture at the University of Tabriz is rational culture and there is a 
significant difference at the level of job burnout in rational culture groups and the groups which have ideological or 
consensual culture. Also, the job burnout was higher in rational culture groups. This finding means that the 
participative organizational culture has the lowest job burnout among other kinds of cultures.  
The result of this study is similar to the findings of Ahghar’s study (2006), She found that the prediction power of 
participative organizational culture in the level of job burnout is more than bureaucratic organizational culture. In 
addition, In Jouyani’s research (2007) participative organizational culture has the highest job satisfaction; also, it has 
the highest difference with the hierarchical culture with the lowest job satisfaction. Participative management in 
organizations leads to decision making with the participation of faculties and subsequently doing it in a better 
working atmosphere, opportunity for advancement of specialized expertise to more efficient use of their abilities and 
causing an  improvement in the scientific level of the university and increases the level of job satisfaction among the 
faculty members (Arasteh, 2003). Thereby the amount of job burnout reduces, because there is an inverse 
relationship between job satisfaction and job burnout. 
Studying the analysis of question 2 indicates that there is a significant difference between faculty members and 
employees’ job burnout. Consideration of table 3 indicates that the average of faculty members’ job burnout is 22.23 
and the average of employees’ job burnout is 41.58.  One may account for this on the ground that such burnout is a 
response to pressure, so the experiences related to work overload and time pressure is significantly related to job 
burnout. Also, the lack of social support from supervisors and the amount of freedom in working environment are 
related to job burnout. Maslach, Schaufeli, & Leiter (2001) defined that lack of appropriate rewards to work, 
inadequate payment of activities and above all lack of moral and social rewards have close relationship with the 
feeling of failure and inefficiency of individual led to job burnout. Probably, the existence of such differences 
between university faculty members and employees may cause more job burnout among employees. These findings 
are similar to the research of Bahrololum (1999) that indicates there is a meaningful relationship between education 
levels and job satisfaction. It means the higher the educational degree, the higher the job satisfaction and the lower 
the job burnout. 
The findings of question 3 suggest that there is a significant difference between women and men’s job burnout. 
These findings resemble the research results of Bahribinabaj, Moghimian, Atarbashi, & Garche (2003), because they 
did not find any significant relationship between gender and job burnout. There are several different findings about 
the effect of sex on the job burnout, some results indicate that job burnout is more among women than men 
(American Psychological Association, 2002), while others indicate that job burnout among men is more than women 
(Kilfedder, Power, & Wells, 2001). Men and women in different ways are influenced by the stressful effects of 
work. Men appear mental and emotional exhaustion symptoms, while in women physical symptoms are more 
considerable, also, mediator factor that is affecting the perception of stress and job burnout is social protection. Men 
and women need different social supports, for a instance, women show more respond to family supports, while men 
prefer organization and work system supports. Therefore each of these resources can be effective in the perception 
of stress and job burnout (Goli Zadeh, 2005). 
According to statistical analysis of research hypothesis, there is no significant relationship between 
organizational culture and job burnout among all faculty members and employees. While, there is a significant 
inverse relationship between employees’ organizational culture and job burnout these findings are similar to the 
research results of Schaufeli, & Baker (2004), Ahghar (2006), They showed that there is a negative and inverse 
relationship between entrepreneurship organizational culture and participative organizational culture with job 
burnout. Based on these findings, participative organizational culture has the lowest job burnout and there are 
significant differences between various organizational cultures and job burnout. Although Pearson correlation 
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coefficient did not show a meaningful relationship among all faculty members and employees, but in 95% 
confidence interval there is a meaningful relationship of job burnout among employees. According to these findings 
probably more job burnout among employees has caused these results. According to table 2 there is a strong 
significant difference among employees’ job burnout in comparison with faculty members’ job burnout, and this 
could be a rationalization for the lack of a significant relationship between organizational culture and job burnout 
among all faculty members and employees. 
4. Conclusion and Recommendation 
According to the findings of this study, it can be suggested that higher education administrators and university 
presidents investigate this model further and also use the findings of this survey in the University of Tabriz as a 
template in other higher educational institutions. Also, they should try to identify their own type of organizational 
culture and to combine the organizational values and goals with employees and faculty members’.  In addition, 
efforts need to be made to change their organizational culture towards participative culture because it has the highest 
job satisfaction and lowest job burnout level. Also, the level of employees’ job burnout is higher than faculty 
members’ job burnout. Thus it is recommended to senior administrators of the university to focus their attention to 
social status of their employees. Distribution of material facilities and providing spiritual opportunities for career 
advancement based on justice and competence lead to improve professional ability and increasing job satisfaction of 
employees. 
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